The study was based on 205 valid questionnaires and we used a series of regression analysis to examine the effect of perceived overqualification (POQ) on work engagement (WE) and the associated underlying mechanism. The results show that: 1) POQ was negatively related to WE; 2) The relationship between POQ and WE was partially mediated by Thriving at work (WT); 3) Future work self salience (FWSS) moderated the relationship between POQ and WT, such that this relationship was not significant when FWSS was high.
Introduction
More than 80 percent of Chinese feel they have "no place for heroes," according to a global poll by the Canadian company Destad. In recent years, the average level of education for new employees has grown, but most basic jobs do not need to be that high [1] . This phenomenon, in which individuals' education, skill level and work experience exceed the requirements of actual work, is defined by academia as overqualification [1] [2] . There are subjective and objective points of overqualification [3] . And "perceived overqualification" refers to employees' perception of overqualification, which is a determinant of work results [4] . Therefore, this paper focuses on perceived overqualification. Previous studies are mostly based on the relative deprivation theory or equity theory, and believe that fect and mechanism of perceived overqualification on work engagement, and provides a new idea for enterprises to improve employees' work engagement from the perspective of motivation.
Work engagement refers to a state of active work characterized by "Vigor", "Dedication", and "Absorption", in which "Vigor" means being energetic and adaptable at work. "Dedication" means being actively involved and experiencing meaning, passion, motivation, pride and challenge. "Absorption" means that you are pleasantly absorbed in your work and it is difficult to separate yourself from it [6] . Since Kahn (1990) first put forward this concept, it has been paid much attention to in psychology, management and other fields [7] . Work engagement can effectively predict employees' job performance [7] , so it is of great significance to explore work engagement's antecendent variable.SDT shows that people have three basic psychological needs, which are the necessary conditions for improving autonomous motivation and generating internal motivation [8] , while individuals with perceived overqualification lack these three basic psychological needs and have low internal motivation, so perceived overqualification may affect work engagement.
Thriving at work refers to a continuous psychological state in which individuals experience "Litality" and "Learning" at the same time in their work. Vitality means that employees are enthusiastic and active, willing to work hard; Learning refers to the continuous learning of working skills and methods to adapt to the changing requirements of work [9] . It has been found that it positively affects job performance, organizational citizenship behavior, organizational loyalty and job satisfaction [10] [11] . SDT shows that the satisfaction of basic psychological needs can promote individual prosperity and development [12] . Due to the lack of basic psychological needs, employees with high perceived overqualification have a low status of thriving at work, which further affects their work engagement. Therefore, it is speculated that thriving at work is the mediating factor that perceived overqualification affects the work input.
Most previous studies have explored the moderating effect model of overqualification on employees' work results from the perspective of organizational context [13] . Therefore, based on SDT, this study introduced "future work self salience" as a moderating variable from the perspective of individual differences. "Future work self salience" refers to the degree of clarity and ease of imagination of an individual's future work self. It provides an individual with a different image from what he wants to be at present. Such difference can make him focus on change. Relevant studies show that future work self salience can positively affect active occupational behavior and career adaptability [14] [15] . This representation of self-image can make up for the lack of basic psychological needs of indi-viduals, improve internal motivation, and thus improve thriving at work of employees with perceived overqualification. This study will further explore the effect of future work self salience on the relationship between perceived overqualification and thriving at work.
In conclusion, a moderated mediation model is proposed, as shown in Figure   1 .
Theory and Hypotheses

POQ and Work Engagement
SDT shows that people have three basic psychological needs -the needs for autonomy (feeling that actions are self-determined), competence (feeling influential in the interaction with the environment) and relatedness (feeling the support of others and social relationships) [8] [16] , which is a necessary condition to improve autonomous motivation and internal motivation. In addition, the three basic psychological needs are affected by the environment [17] [18] . SDT divides the influence factors of external context into three types: informational, controlling and demotivational. Among them, the controlling envents reduces the internal motivation by influencing the individual's autonomy, and the demotivational environment reduces the internal motivation by influencing the individual's competence [12] . Individuals with high POQ believe that they are in a dismotivated environment and most of the work they do is not challenging [19] , Individuals are unable to effectively influence the environment, unable to display their excessive qualification and improve their confidence by completing challenging tasks, and lack of competent needs; They also think they are restricted by rules or orders in a controlled environment, and lack autonomy in choosing the content of their work [20] , and lack of autonomous needs; After the completion of the work, they can't get the correct evaluation and support from their superiors or colleagues, so they can't maintain meaningful contact with others, and lack of related needs [21] . As a peripheral factor, the related needs are also an important condition for the development of intrinsic motivation [8] . To sum up, individuals with high POQ have different degrees of lack of three basic psychological needs, and low internal motivation. SDT believes that there is a positive correlation between the satisfaction of individual basic psychological needs and work engagement [22] , which is also an external manifestation of internal motivation [23] [24] . Therefore, individuals with a higher POQ may have lower work engagement. In conclusion, the following hypothesis is proposed:
H1: POQ was negatively related to work engagement.
The Mediation Role of Work Engagement
SDT points out that the satisfaction of basic psychological needs can promote individual prosperity and development [12] . Individuals want to strive for the sense of autonomy, sense of competence and the sense of closeness with others to pursue prosperity and growth [16] . In addition, Spreitzer and Porath (2013) took SDT as the core and proposed an Integrative Model of Human Growth at Work, revealing how situational factors affect thriving at work and its results by affecting basic psychological needs [25] . Situational factors that affect basic psychological needs include feedback, decision-making discretion, climate of trust/respect, and broad information sharing etc. In the interaction with the working environment, individuals with a high POQ believe that their qualifications exceed the work requirements, and they cannot control their work autonomously, cannot get reasonable feedback, cannot make independent decisions and share information, so the needs for competence and autonomy are lacking [19] [20] . Without the approval and support of others, the atmosphere of trust and respect cannot be perceived, and the needs for relatedness will be correspondingly lacking. According to the model, individuals with high POQ cannot achieve "vitality" and "learning" at the same time, and thriving at work is low [25] . Relevant studies show that individuals with high level of thriving at work maintain energetic and enthusiastic attitude towards work, and stimulate individual's work self-efficacy and enthusiasm [10] [25] , such enthusiastic and positive attitude and self-efficacy can promote individual's work engagement [26] [27]. In addition, when the individual works to a higher degree of prosperity, vitality and learning level is higher, it indicates that the three basic psychological needs of the individual are not lacking, and the individual internal motivation is stronger, which will also promote the work engagement [8] [16] [18] .
Therefore, the individuals with high POQ have a lower state of thriving at work and less work engagement. And the individual with low POQ, thriving at work is higher, work engagement is higher. Based on this, the hypothesis is put forward:
H2: the relationship between POQ and work engagement was mediated by Thriving at work.
The Moderation Role of Future Work Self Salience
SDT also shows the influence of individual differences on motivation. It is believed that there are three orientations for people to produce and manage their own behaviors-autonomous, controlled and impersonal orientations. The combination of these three orientations to different degrees leads to individual differences, in which individuals with autonomous orientations will choose actions towards the goals set by themselves to achieve self-realization, self-development and [18] . Therefore, this study introduces future work self salience as an individual difference into the moderation model. Future work self salience refers to the degree to which individuals can clearly and easily imagine their future work and life, which will motivate them and enhance their internal motivation [15] [28] . For high POQ of individual, when its future work self salience is high, production and management of behavior are more likely to be based on autonomous orientation, individual is eager to have a positive identity or role in the work [29] , and through the cognitive framework based on the future [30] , to set own goals, to achieve self-realization, so it can meet the needs for autonomy, improve the work autonomy and keep the vitality and enthusiasm in work [18] . And setting challenging goals for career [31] . By promoting work roles, self-efficacy and goal commitment can be enhanced to meet the needs for competency [26] , which is conducive to further acquisition and utilization of knowledge and skills and building up high confidence. And want to develop good relationships to meet the needs for relatedness and to promote thriving at work. Therefore, when future work self salience is high, the basic psychological needs of individual can be satisfied, and the negative impact of POQ on thriving at work can be alleviated. However, when future work self salience is low, the basic psychological needs of individuals with high POQ are not satisfied, and thriving at work cannot be promoted.
In conclusion, further hypothesis is proposed: H3: Future work self salience plays a negative moderating role between POQ and thriving at work. The level of future work self salience is higher, the more it alleviates the negative influence of POQ on thriving at work.
H4: Future work self salience moderates the indirect effect of POQ on work engagement through thriving at work, such that the indirect effect is more negative when the level of future work self salience is higher than when it is low.
Sample and Measures
The subjects are from MBA class of three universities and employees of enterprises in Guangzhou introduced by acquaintances. In order to avoid homologous variation, data were collected at two time points by questionnaire survey, and through the end of the phone number and the first letter of the name to match. Firstly, data on demographic information, perceived overqualification and future work self salience were collected (Time 1), a total of 289 questionnaires were distributed, after deleting invalid questionnaires, 256 of which were valid. One month later (Time 2), data collection on thriving at work and work engagement was carried out, A total of 256 questionnaires were distributed, after deleting invalid questionnaires, 223 of which were valid, 205 questionnaires were finally retained after deleting the questionnaires that were difficult to match with Time 1.
In order to obtain the scale suitable for this study, all scales were translated from English to Chinese and back-translated, and has been compiled by domes- 
Analyses and Results
Descriptive Statistics and Correlation Analysis.
Descriptive statistics and correlation analysis results are shown in Table 1 POQ is significantly negatively correlated with thriving at work (r = −0.26, P < 0.01) and work engagement (r = −0.27, P < 0.01), while thriving at work and work engagement are significantly positively correlated (r = 0.49, P < 0.01).
Confirmatory Factor Analysis and Common Method Biases Test
Through confirmatory factor analysis, this study examined the discriminant validity of perceived overqualification, work engagement, thriving at work and future work self salience. The results are shown in Table 2 , where the four-factor model has the best fitting degree, RMSEA < 0.08, CFI > 0.90 and NNFI > 0.90, so the above variables have good discriminant validity and represent four different constructs.
The homologous variance was tested by Harman single factor method [35] , and the results showed that, without rotational precipitation, the variation explained by the first factor was 19.98%, which was less than half of the total variance (70.23%). Therefore, the common method biases will not cause serious impact in this study.
Hypothesis Test
Hierarchical regression was used to test the hypothesis in the study. The results are shown in Table 3 , the model 3 shows that POQ significantly negatively pre- According to the method of Hayes (2013) [36] , the sample number of bootstrap is 5000, and the test results (mediating effect = −0.30, bias correction CI 95% = [−0.58, −0.11]) support hypothesis 2. The model 2 in Table 3 shows that the interaction between POQ and future work self salience significantly positively predicted thriving at work (β = 0.59, p < 0.001). Figure 2 shows the interaction between POQ and future work self salience affecting thriving at work. The simple slope analysis results show that when the level of future work self salience is high, POQ has no significant impact on thriving at work (β = 0.06, ns). And when the level of future work self salience is low, POQ has significantly negative impact on thriving at work (β = −1.10, p < 0.001).Therefore, hypothesis 3 is supported.
The moderated mediating effect was tested according to the method of Hayes (2013) [36] . Results as shown in Table 4 , when the level of future work self salience is low and medium, the mediating effect of thriving at work is significant, when the level of future work self salience is high, the mediating effect is not significant, and the mediating effect decreases with the improvement of future work self-definition (−0.64, −0.30, 0.03). The results show that the mediating effect of thriving at work in the relationship between POQ and work engagement is moderated by future work self salience, and the mediating effect becomes weaker with the improvement of future work self salience. Therefore, hypothesis 4 is supported. Thirdly, studies have explored the impact of performance feedback, decision-making discretion, climate of trust/respect, and broad information sharing on thriving at work [9] [10] . And explore the relationship between thriving at work and organizational citizenship behavior, organizational loyalty and job satisfaction [11] . Starting from the phenomenon of "being overqualified" in the workplace, this study found that employees with high level of POQ lack basic T. C. Lou, M. L. Ye Open Journal of Social Sciences psychological needs and the level of thriving at work is low, which affects the individual's work engagement. Therefore this study expands the research on antecedent and consequence variables of thriving at work. Finally, most previous studies have explored the moderating model of the influence of POQ on employees' work results from the perspective of organizational context [13] . Based on SDT and from the perspective of individual, this study explores the influence of future work self salience on the relationship between POQ and thriving at work, the boundary conditions are enriched.
Discussion
Theoretical Significance
Practical Significance
Besides theoretical significance, this study also has strong practical significance.
Firstly, enterprises or organizations should make a reasonable match between employees and positions in the recruitment and allocation process, so as to enhance the sense of identity of new employees to their posts and keep them in a positive working condition.
Secondly, the organizations should pay more attention to the psychological state of employees. Through the Employee Assistance Plan (EAP) and reasonable incentive mechanism, the work enthusiasm and internal motivation can be improved, so that employees can keep vitality and learning.
Thirdly, the organizations could regularly provide employees with career development training, set up reasonable promotion mechanism, and help employees identify the future career development direction and goal, so that employees will see the hope and work hard.
Deficiencies and Prospects
There are still some limitations and deficiencies in this study. Firstly, this study only explored POQ from the subjective level. Future research can further explore the difference between the subjective and objective overqualifications on the impact of work engagement. Secondly, as for the boundary conditions of the influence of POQ on thriving at work, future work self salience belongs to the moderator from the perspective of cognition, so future research can start from the perspective of individual ability, for example, explore the influence mechanism of career adaptability. Finally, due to limited resources, the samples are mainly from Guangzhou. In future studies, the sample sources and scope can be expanded to improve the external validity of the research results.
Conclusion
Based on the self-determination theory, this study tries to examine the effect of perceived overqualification on work engagement and the associated underlying mechanism. Three conclusions can be drawn from this study: 1) POQ was negatively related to work engagement; 2) The relationship between POQ and work engagement was partially mediated by thriving at work; 3) Future work self salience moderated the relationship between POQ and thriving at work, such that this relationship was not significant when future work self salience was high.
